The teams go through five phases during their developmental and working processes as follows: [2] [3] [4] 1 Forming: At this stage, a team is composed of relatively independent individuals, where each has their own needs, goals, and expected outcomes. Leadership processes can help align these individual needs and goals across individuals and instead of a set of individual identities, they help in making team-based identity, which serves as a potent resource for subsequent performance [5] 2 Storming: The cognitions, behaviors, and attitudes reflect the competencies that team members need to have in order to execute effective team functions and to achieve performance greater than the total independent efforts of all individual team members.
During the second stage, the emphasis is on building networked relationships among individuals that enhance cooperation and connectivity [6] 3 Norming: In the third stage, the team uses established tools and methods; exhibit mutual trust and professionalism grows more among the team members. Furthermore, they build and maintain a sense of team efficacy to deal with challenges faced in the operational environment [7] 4 Performing: The fourth stage shows high levels of participation, knowledge sharing, and more interdependence. Eventually the team ensures that everything is running as expected, and procedures are followed correctly. Thus, allowing for backup behavior to occur where teams effectively monitor their own performance as well as that of their members [8] 5 Transforming: Finalizing stage to recognize group achievement. [8] Following are a few steps, which has to be followed for team building processes.
The first step is self and other awareness. To achieve self-awareness and other team member's awareness, a self-assessment tool is given to the team members to make them aware of their strengths and weaknesses. The second step is clarification of their role. It is an agreement to each person's responsibilities. The third step is to define ground rules -these are the "behavioral norms agreed upon by the entire team." This can be achieved as follows: [9, 10] (a) analyzing the key issue of attention for the team; (b) identify the complications that are in the way of achieving the objective; and (c) specify the range of options available for problem resolution. Such an approach, known as "problem-centered training," emphasizes the course plotting of process by the team members. When a team has agreed upon individual responsibilities and team ground rules, it reduces ambiguity; and thereby, increasing the chances for team's acceptance of what is being decided by the leader. [11] The issue of empowerment comes as a concluding block. Empowerment occurs when a leader is able to transfer his/her skills to the team, so they can facilitate themselves.
Proposed activities during the Coaching Process Cycle:
Activity of coaching process cycle can be explained through the coaching concepts survey, which is designed to introspect employee development. It includes ten statements that can be made a policy in organization as how to be responsible for the development of people. [12] • Planned people development: Developing people is a pillar of any institute and is the best means available to achieve results for the organization • The development of the people should be planned professionally: It should be considered skillfully and should be supported knowledgeably with the proper guidance and support • To review individual development plans at least annually: As the growth is different for everyone, there should be individual improvement plans which need to be monitored, so that the progress made by any individual can be appraised at least annually • Asking subordinates to work out a specific plan for personal development: Everyone has developmental needs in order to help achieve the mission of the organization, so each subordinate should be asked to have a specific personal development plan • Compilation of individual development plans for each subordinate: According to the policy that all Invited Editorial of the pyramid. Needs at the bottom of the pyramid are basic requirements including the need for food, water, sleep, and warmth. As people progress up the pyramid, needs become increasingly psychological and social. Further up the pyramid, the need for personal esteem and feelings of accomplishment take priority. Maslow emphasized the importance of self-actualization, which is a process of growing and developing as a person to achieve individual potential. [14] Alderfer's Existence, Relatedness and Growth Theory (ERG) theory ERG theory condenses Maslow's five human needs into three categories: existence, relatedness, and growth.
• Existence needs: Include all material and physiological desires (e.g., food, water, air, clothing, safety, physical love, and affection) • Relatedness needs: Encompass social and external esteem; relationships with others such as family, friends, coworkers, and employers • Growth needs: Internal esteem and self-actualization.
McClelland's trichotomy of needs theory
This theory states that human behavior is affected by three needs -Need for power, achievement, and affiliation. Need for power is the desire to be influential. Need for achievement is the urge to excel. Need for affiliation is a need for open and sociable interpersonal relationships.
Herzberg's two-factor theory
Frederick Herzberg proposed a two-factor theory or the motivator-hygiene theory. According to it, there are some job factors that result in satisfaction, while there are other job factors that lead to dissatisfaction.
Hygiene factors -Hygiene factors are those job factors, which are essential for the existence of motivation at workplace. These do not lead to positive satisfaction for long term. However, if these factors are absent, then they lead to dissatisfaction. Hygiene factors are also called as dissatisfiers or maintenance factors. [15] These factors describe the job environment/scenario.
EQUITY THEORY
Equity theory addresses the equity or fairness in the workplace. It states that a person is motivated in proportion to the perceived fairness. The theory is built on the belief that employees become demotivated if the employee perceives the disparity between the inputs and the outputs. [16] employees in order to continue to perform well in the present areas of responsibility, they must keep pace with developments in their field. Compilation of this individual development plans for each subordinate should be done • Periodic on-the-job coaching: This is one-way, in which a leader will move from conversation to action, from backing to personal participation • Correcting subordinates' mistakes/errors: Amending subordinates' faults ought to be seen as an integral part of helping people grow. This gives a chance to subordinate to learn. The leader and the subordinate should visualize that there will be times when giving directions or giving amendments will be required • Encouraging subordinates to take advantage of job rotation opportunities to grow: Everyone should be cheered to consider, whenever the job rotation might be suitable and beneficial • Providing time for people to pursue development activities consistent with the workload: Leaders are expected to provide time for people to engage in whatever the appropriate developmental activities are required for each individual Subordinates should be made to realize that the development needs should not be scheduled around work necessities; therefore, an honest attempt should be made by them to balance one with the other • Recommend someone and help to develop at least one replacement candidate for the job: Identify an heir for recommendation by selecting a person who might already be qualified, so that when the leader moves on the replacement is there for key position.
DIFFERENT MOTIVATION THEORIES
Motivation is one of the cornerstones and the major principles of effective and wise leadership. In general, individuals' unsatisfied needs motivate them and push their mental forces to accomplish an action. On the professional level, individuals need has to be understood, affirmed, and appreciated. [13] There are many motivation theories, which explain human behaviors and suggest tools to motivate them.
NEEDS THEORIES

Maslow's hierarchy of needs
In this theory, Abraham Maslow has laid an individual's needs from the most basic, lowest level needs to the high-level needs, displayed as a pyramid. The lowest levels of the pyramid are made up of the most basic needs, whereas the more complex needs are located at the top
REINFORCEMENT THEORY
According to this theory, individual's behavior is a function of its consequences. It is based on "law of effect," that is, individual's behavior with positive consequences tends to be repeated, but individual's behavior with negative consequences tends not to be repeated. Reinforcement theory of motivation overlooks the internal state of an individual. Thus, according to it, the external environment of the organization must be designed effectively and positively, so as to motivate the employee. [14, 15] 
EXPECTANCY THEORY
Motivation is a function of expectancy, valence, and instrumentality. Motivating employees involves meeting their needs, ensuring equity in the workplace, reinforcing desired behaviors, and setting specific, challenging, and accepted goals. [11] [12] [13] 
GOAL-SETTING THEORY
Goal-setting theory holds that the process of setting goals can motivate individuals. Furthermore, motivation is increased if individuals receive ongoing feedback about their progress toward achieving their goals. The motivation and goal-setting theory are widely regarded among the top management theories. [14] Without the most basic goals, employees would not show up for work or see a purpose in holding a job. [10] 
